Drawing on personality traits theory (Costa & McCrae, 1985) and organizational commitment theory (Mowday, Steers & Porter, 1979) , the purpose of the present study was to investigate, through four separate hierarchical regression procedures, the effect of a set of independent variables (neuroticism, gender, and generational age) on four separate dependent variables (DV): overall organizational commitment (OC), affective commitment (AC), continuance commitment (CC), and normative commitment (NC). The sample consisted of responses from 279 IT professionals in the United States, drawn from a national sample from the merged cross-sectional GSS 1972-2014 Cross-Sectional Cumulative Data, Release 5, March 24, 2016. Results of multiple regressions analyses revealed that, among IT professionals, neuroticism did not predict overall OC, AC, CC, or NC. Generational age predicted OC, AC, and CC with statistical significance. Gender predicted CC; none of the independent variables (IVs) predicted NC. Directions for future research are offered.
Introduction
Information technology (IT) is one of the most critical sectors globally (Guha & Chakrabarti, 2014) . Information technology professionals play a crucial role in protecting the organization's sensitive data by shaping, maintaining, and implementing IT security measures (Jiang, 2014; Luftman & et al., 2013) . However, the IT line of work is fraught with stress, which has been identified as a contributor to high employee turnover and lack of organizational commitment in the field (Lounsbury, Sundstrom, Levy, & Gibson, 2014; Padma & et al., 2015) . Work overload and overly demanding management expectations contribute to stress among IT workers (Lounsbury & et al., 2014) . In addition to stress, IT professionals experience very high levels of exhaustion (DePasquale & et al., 2015; Hsieh, 2004; Kim & Wright, 2007) ; 90% of IT professionals asserted this condition affects their health (Savvas, 2004; Padma & et al., 2015) . The ability or inability to handle stress has been a predictor of job satisfaction (Hoboubi, Choobineh, Ghanavati, Keshavarzi, & Hosseini, 2017) ; in turn, job satisfaction has long been a predictor of employee organizational commitment (e.g. Porter, Steers, Mowday & Boulian, 1974; Spector, 1997) .
Due to the high turnover rate in the IT field, organizations face a persistent problem with staffing and retaining IT professionals (Ertürk, 2014; Gaylard, Sutherland, & Viedge, 2005 ; J.J. Jiang, Klein, & Carr, 2002) . Turnover is a known indicator of no or low organizational commitment (Allen & Meyer, 1990) . The high turnover rate in the industry seems to suggest low organizational commitment among IT workers (Ertürk, 2014; Lounsbury & et al., 2014) . Job stress was a primary reason IT professionals wanted to quit their jobs (Shropshire & Kadlec, 2012) yet, Major, Morganson, and Bolen (2013) found no relationship between job stress and OC. departing employee are high (Chakrabarti & Guha, 2016) . Employee replacement costs can range from 33% to 150% of that worker's annual salary (Hancock, Allen, Bosco, McDaniel & Pierce, 2013; Krol, Brouwer & Rutten, 2013; James & Mathew, 2012; Ruyle, 2012) . Therefore, organizational leaders have a vested interest in reducing employee replacement costs, improving their IT staffing and retention capabilities, and generating stronger organizational commitment among these employees. The costs related to replacing departing employees demand a right fit between IT workers and the organization if organizations are to retain talented IT workers. In assessing employees' fit with the organization, it is beneficial to assess their overall organizational commitment, the different dimensions of OC influencing the employee, as well as factors that contribute to OC.
Organizational Commitment (OC)
One of the most important psychological constructs in organizational studies is OC. Organizational commitment has been described as a psychological state that informs the relationship between the organization and the employee, and is expressed as a decision to stay with the organization. Farrukh, Ying, and Mansori (2017) cited extant literature that revealed links between OC and a wide variety of employee behaviors, including turnover. Mowday & et al. (1979) defined overall OC as -the relative strength of an individual's identification with, and involvement in, a particular organization‖ (p. 226). However, there are many conceptualizations of OC (Allen & Meyer, 1990) . Meyer and Allen (1991) conceptualized OC as a tri-dimensional construct made up of affective (emotional) commitment, normative commitment, and continuance commitment. Early research showed that there was a relationship between the occupation, employee intention to leave the organization, and OC (Meyer, Allen, & Smith, 1993) . Nevertheless, results of recent research seem to suggest that lack of OC might not be the driving force in turnover among IT employees; rather, it might be the job itself (e.g., Lounsbury & et al., 2014) .
Affective commitment (AC) is the emotional kinship that the employee feels toward the organization, and organizations prize this type of commitment above all others (Meyer & Allen, 1997) . Emotionally committed employees feel that the values of the organization are similar to their own; as a result, these employees take pride in the organization, and exhibit a willingness to work harder for the organization beyond the normal requirements of their job (Meyer & Allen, 1997) ; affective commitment might to be at the core of OC (Mercurio, 2015) . Antecedents of AC include the employee's perceptions of fair treatment by the organization, job autonomy, and feelings of competence regarding work (Stinglhamber & et al., 2015) ; among these, the relationship between the employee and the employer-employee is a driving force behind employees' emotional commitment to the organization. Üngüren and Ehtiyar (2016) reported results that showed management style and manager satisfaction were highly correlated to affective commitment. As it relates to IT, manager style can contribute to stress among IT employees as results of extant research showed that demanding managers and unrealistic management expectations contributes to job stress (Lounsbury, 2014) and job satisfaction. Diminished AC affects employees' affective commitment (Mercurio, 2015) .
Employees' continuance commitment (CC) is least desired by organizations (Üngüren & Ehtiyar, 2016) ; it is the employee's strong intention to keep on working with the organization, after evaluating the results of cost-vs-benefit calculations of leaving the company, or availability of alternative employment (Allen & Meyer, 1996; Meyer & Allen, 1991) . In this case, even if the employee wishes to work elsewhere, after weighing the cost of leaving the company, the employee might decide that leaving could be too great a price to pay to leave. Some of the costs-to-benefit considerations might include, for example, loss of prestige gained from employment with a prominent firm, loss of status, or lower pay and less benefits. Üngüren and Ehtiyar (2016) reported results that showed working conditions and management style had the highest negative correlations with CC. Results from earlier studies indicated that CC was highly correlated with stress, lower life satisfaction, and work family conflict (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002; Vandenberghe & et al., 2009) Normative commitment (NC) relates to the employee's strong feeling of obligation to stay with the company (Meyer & Allen, 1997) ; this sense of obligation might have been stimulated by gratitude for some act of accommodation or kindness shown to the employee by the organization, or by the employee's belief in their value to the organization. There are statistically significant high correlations between NC and management style and manager satisfaction, and development/promotion opportunities (Üngüren & Ehtiyar, 2016) . Genevičiūtė-Janonienė and Endriulaitienė (2014) reported negative correlations between CC, NC, and propensity to turnover, which is indicative of low organizational commitment.
A wide range of factors affect OC; some these are age, gender, and job stress (Mathieu & Zajac) , and personality traits (Lounsbury & et al., 2014; Morrow, 1993) . There is an established link between stress and one personality trait in particular, neuroticism (the polar opposite of which is emotional stability). Neuroticism is associated with the inability to handle stress. However, despite the high turnover rate in the IT sector, there is little research on neuroticism (or emotional stability) and personal characteristics in relation to organizational commitment and its dimensions. Consequently, there is a paucity of literature on the relationship between neuroticism, gender, age, and OC in the IT field.
Personality Traits
The American Psychological Association (APA, 2014) describes human personality as relatively stable patterns of emotions, thoughts, and behavior. Personality affects the behaviors of human beings in a variety of contexts, and has been widely studied in relation to organizational outcomes. Some of these personality traits-related studies involved constructs such as job satisfaction, work motivation, stress, job commitment, and organizational commitment-among many others. Personality traits can predispose employees to higher or lower attitudes toward OC (Syed, Saeed, & Farrukh, 2015) ; however, it is not possible to observe personality traits directly. Nevertheless, from an individual's behavior, one can infer the presence of certain traits, based on their attitudes (Alina & Bernard, 2011) . Personality traits stabilize with age and can account for differences in human behavior (Allport, 1927; Uher, 2013) . The universality and stability of personality traits among human beings is well-established in the psychology literature (e.g., Cattell, Marshall, & Georgiades, 1957; Galton, 1884; Goldberg, 1990; McCrae & Costa, 1997; Thurstone, 1934; Tupes & Cristal, 1992) . Although there are various arrangements of personality traits into hierarchical levels, the Big Five Factor Model (BFFM) of personality traits theory is the most popular taxonomy of traits used in research (Allik & McCrae, 2004; Goldberg, 1993; McCrae & Costa, 1997 ).
The Big Five Factor Model (BFFM)
The basic tenet of the BFFM is that the vast numbers of personality traits cluster under five broad domains of personality, which are: extraversion, agreeableness, conscientiousness, emotional stability (vs. neuroticism), and intellect (or openness), arranged in hierarchical order (Goldberg, 1992; McCrae & Costa, 1997) (Costa & McCrae, 1987) These broad dimensions of personality traits are -important psychological characteristics‖ (Parks-Leduc, Feldman, & Bardi, 2014, p. 3) that predict various types of outcomes. Studies of personality traits ranged across nationalities and industries; these studies were in relation to a variety of organizational outcomes, including job satisfaction (Bui, 2017; von Rimscha, 2015) , work stress, depression, and anxiety (Gramstad, Gjestad, & Haver, 2013; Ozutku & Altindis, 2011) , turnover intentions (Jeswani & Dave, 2012) , and organizational commitment (Farrukh & et al., 2017; Suman & Srivastava, 2012) . Nevertheless, there is little research on personality traits in the tech industry; consequently, there have been calls in the IT literature for further research on IT personnel's personological attributes (such as personality traits) and employee characteristics (such as age, gender, tenure) in relation to various organizational outcomes, including OC (e.g., Kanwar, Singh, & Kodwani, 2012; Li, Li, Hao, Guan, & Zhu, 2014; Lounsbury & et al., 2014; von Rimscha, 2015) . Lounsbury & et al. (2014) recommended further research on the neuroticism/emotional stability factor in relation to stress in the IT industry sector. The focus of the present research is on the neuroticism trait relative to overall OC, AC, CC, and NC.
Neuroticism (i.e., Low Emotional Stability)
Job stress is characteristic of IT occupations. The inability to manage stress has been associated with the personality trait factor, neuroticism. Neuroticism is expressed in high levels of stress and negative emotions (Goldberg, 1990 (Goldberg, , 1993 McCrae & Costa, 1997; McCrae & John, 1992) , and individuals with high work stress levels have been identified with neuroticism (Sharma & Devi, 2011) . In a 1999 study, sample size n = 92, Furnham, Forde, and Ferrari reported that neurotics were much more highly influenced by the physical and psychological conditions in which they worked, which are described as hygiene factors (Herzberg, Mausner, & Snyderman, 1959) . Some of these factors have to do with work conditions, relationship with supervisor and peers, salary, benefits, and company policies and concern the context in which the job is performed (Furnham, Petrides, Jackson, & Cotter, 2002 , p. 1326 . Earlier, Mathieu and Zajac (1990) identified these and other job characteristics as contributors to OC. These characteristics include intrinsic (internal to the employee) and extrinsic (external) conditions that influence job satisfaction as important contributors to OC. Some of these are: leadership style, job level, job skill/autonomy, and role stress (e.g., role ambiguity, role conflict, role overload). According to Mathieu and Zajac, employees can experience role stress away from work as well. More recently, Khiavi, Dashti, and Mokhtari (2016) reported a high correlation between neuroticism and CC.
In contrast to other occupations, IT professionals showed significantly lower mean scores on emotional stability (Lounsbury & et al., 2014) ; low ES is indicative of high neuroticism. Lounsbury & et al. noted that it did not seem that ES was a factor that led to job attraction, or organizational fit, among IT workers; instead, it seemed to be a consequence of the IT work. The authors reiterated that personality traits in adults are stable; however, they cautioned that there might be an exception to the ES trait for, given the manner in which researchers typically measure ES, it can reflect conditions such as the IT worker's current state of stress, worry, strain, and anxiety. In a U.S. study, Major & et al. (2013) reported no significant relationship between job stress and OC; however, job stress was related to occupational commitment. From these studies, one inference might be that while the ability to handle stress affects the IT professional's job/occupational commitment, it does not seem to affect his or her commitment to the organization itself; therefore, we proposed the following null hypotheses that, among IT professionals:
H 01 : Neuroticism is not related to overall organizational commitment.
H 02 : Neuroticism is not related to affective commitment.
H 03 : Neuroticism is not related to continuous commitment.
H 04 : Neuroticism is not related to normative commitment.
Personal Characteristics
Employee characteristics are among essential contributors to organizational commitment (Khiavi & et al; Mathieu & Zajac, 1990) , and can affect employees' response to stress (Sharma & Devi, 2011) . Mathieu and Zajac (1990) listed age, gender, education, work ethics, and perceived competence as key contributors to OC. Studies on employee characteristics such as age and gender relative to OC across industries continue to produce mixed results. Previous research shows that personal characteristics such as age (including generational differences), and gender account for differences in levels of work stress (e.g., Hsieh, 2004; Lu & Gursoy, 2012) , which suggest varying expressions of the neuroticism/emotional stability trait among employees, and their ability to manage stress. Additionally, economic, political, and social conditions are some stressors that can affect male and female employees of different generational cohorts in the workplace (Jena, 2016) ; these influences can influence employees' commitment to their organization.
Gender
Gender may affect employees' perception of the workplace; these perceptions could inform their attitudes toward the organization (Shine, Gidwani, Birthare, & Singh, 2015) . Results of some early studies on the relationship between gender and OC in various industry sectors were that women were more committed to their organizations than men (e.g. Cramer,1993; Genevičiūtė-Janonienė, & Endriulaitienė, 2014; Mathieu & Zajac, 1990; Mowday & et al.,1982) ; however, other studies produced opposite results (e.g. Billingsley & Cross, 1992; Eleswed & Mohammed, 2014; Shine & et al., 2015) . For decades the presence of women in the workplace has been increasing; however, despite growing demand for IT workers, there is an underrepresentation of women in the IT field (Major & et al., 2013) . Sexism, discrimination, lack of flexibility, and lack of advancement opportunities in the male-dominated IT field were found to be contributing stress factors that account for the low representation of American women in the IT profession (Chen, de la Mora, & Kemis, 2017) .
Finding from extant studies showed that there was no significant difference between men and women in relation to OC. Results of meta-analyses indicated no relationship between gender and commitment, and women working in fields typically dominated by males showed no statistically significant difference in OC, compared to males (Major & et al., 2013) . However, in the IT field, the turnover rate for women is 50% higher than that of males (Dubow, 2010) , which might indicate a lack of commitment among women; all in all, the effect of gender on OC is still not clear. Major & et al. (2013) studied predictors of occupational and organizational commitment among men and women in IT compared to other industry sectors; the predictors included job stress, growth satisfaction, job security satisfaction, and work-family culture. Findings from the study showed that, among IT professionals, job stress did not predict OC; however, they found that it was a significant predictor for occupational commitment. Additionally, job stress weighted more strongly for men than for women. This seems to suggest two things: first, while commitment to the job itself might deteriorate, commitment to the organization could remain strong and, secondly, women in the IT field might be better able to handle job stress than men; yet, this inference might be flawed given the high turnover rate among women in the IT field. Non-U.S studies also seemed to show mixed results.
In India, women comprise 34% of the IT workforce; in contrast, as of 2017, only 27% of professional IT positions in the U.S. were held by women (National Center for Women and Information Technology, 2017). In a gender-diversified Indian context, Kanwar & et al. (2012) reported that job satisfaction and OC was higher among men than among women in IT. The differences in the American and Indian studies might be due to social and cultural considerations. Nevertheless, due to the paucity of studies in the IT literature on personological attributes and personal characteristics of IT workers, there is a lacuna in the literature in this area (Bartol, 1983; Lounsbury & et al., 2014) . Based on the preceding information, we proposed the following hypotheses:
H 05 : Gender is not related to overall organizational commitment.
H 06 : Gender is not related to affective commitment.
H 07 : Gender is not related to continuous commitment.
H 08 : Gender is not related to normative commitment.
Age
A generational cohort is a group of peers who were born around the same time period and go through similar life experiences that might be related to historical or social events. These events cause a peer group to exhibit unique characteristics that are distinct from other peer groups born at different times, and exposed to different historical and social events. Generational cohorts are recognized by the age range into which they fall. For example, Gen Y range in age from 18 -35 yrs; Gen X, 36 -53 yrs., and Baby Boomers 54 -69 yrs. In the literature, there is no consensus on the relationship between age and OC. Commitment increased with age (Mathieu & Zajac, 1990) ; and age was significantly related to OC, CC, and NC (e.g., Jena, 2016; Sikorska-Simmons, 2005) . However, results from Suman and Srivastava (2012) and Eleswed and Mohammed (2014) were that age had no statistically significant effect on OC. Age was the dominant employee characteristic related to job satisfaction and OC, with negative job satisfaction and OC attitudes predominating among employees aged 18 to 27 and married males aged 28 to 37 (Üngüren & Ehtiyar 2016) ; older workers tended to be more committed (Bureau of Labor Statistics [BLS], 2016). Age is one of the considerations that pertain to emotional stability and job satisfaction. There is a belief that Millennials (i.e., between 18 and 31) have unrealistic expectations about the IT workplace (James & Mathew, 2012; Krol & et al., 2013) , which might account for lack of commitment among this group. The GenY generation exhibited higher NC to the organization than GenXers; however, the GenX generation had a higher CC to the organization than GenY (Jena, 2016) . The inconsistent reports on the relationship between age and OC prompted the following hypotheses:
H 09 : Generational age is not related to overall organizational commitment.
H 010 : Generational age is not related to affective commitment.
H 011 : Generational age is not related to continuous commitment.
H 012 : Generational age is not related to normative commitment.
Method

Overview
Used in the present study were archival data from the General Social Survey (GSS) public domain national database. The National Data Program for the Social Sciences of the National Opinion Research Center (NORC) at the University of Chicago funds the GSS data collection, which focuses on collecting data on social issues and trends in America every two years. After selecting out other occupations from the dataset, and based on the U.S. BLS classifications, the sample frame was the responses from the population of U.S. respondents in the GSS 1972-2014 Cross-Sectional Cumulative Data, Release 5, March 24, 2016 dataset, described in the dataset as -Computer Systems Analysts‖ (CSA) and -Scientists and Operations Systems and Research Analysts‖, also referred to as Systems Analysts (SA).
Participants
The sample consisted of responses from male (n=138) and female (n = 141) survey participants in the CSA and SA fields (n = 279), employed at the time of the survey. The age range of respondents was 18 -71 years, stratified according to three generational cohorts: Gen Y; Gen X, and Baby Boomers. The use of archival data from the GSS eliminated ethical concerns for this study regarding research with human beings. Results from a G*Power 3.1.9.2 sample calculation (Faul, Erdfelder, Land, & Buchner, 2012) indicated that the minimum sample size required to detect an effect in the population would be 119; however, the reduced sample size was larger than 119 (n = 279). A post hoc calculation revealed that the power of the present sample size of 279 to detect a statistically significant effect in the sample was 0.9999. Of the 279 participants, 49.5% were males (n = 138). By age group, relative frequencies were GenY (18 -35), 45.2% (n = 126); GenX (36 -53), 43.4%, (n = 121), and Baby Boomers (54 -69), 11.5% (n = 32). By racial composition, Whites = 85.7% (n =239), Blacks = 10% (n = 28), and -other‖ = 4.3% (n = 12). Most participants held a high school degree (50.2%, n = 140), and 5% (n=4) were junior college level educated (Table 1) . Table 1 . Age, Gender, Education
Note: n = 279, female coded -0‖, male coded -1‖.
Geographically, the majority of respondents were from the Middle Atlantic regions of the U.S. (Table 2 ). 
Measures
The GSS dataset used for the present research contained a bundle of six items that gather data on each of the variables that measure the three dimensions of the organizational commitment (OC) construct. Table 3 shows the dependent variables (DV), their operationalized definitions, items as labeled in the GSS dataset, and sources used in this study. The employee's strong intention to keep on working with the organization, after evaluating the results of cost-vs-benefit calculations of leaving the company, or availability of alternative employment.
Allen & Meyer, 1996; Meyer & Allen, 1991 Items StayOrg1:I would take any job to keep working for this organization. StayOrg2:I would turn down another job to say with this organization.
Allen & Meyer, 1996; Meyer & Allen, 1991 On a five-point Likert-type scale, responses were weighted as 1= strongly agree, 2 = agree, 3 = neutral (don't know), 4 = disagree, 5 = strongly disagree. Calculations across the six items produced the average OC score. Scale reliability for this study was α = .796. Data analysis was with SPSS. The six items measuring OC were used in a study by Marsden, Kalleberg, and Cook (1993, p. 376) and, according to Marsden et al., correspond with the item wording shown on page 75 in the 1990 Indianapolis/Tokyo Work Commitment study by Lincoln and Kalleberg. These items measured the three dimensions of OC.
Neuroticism
10 items in the GSS dataset measure the Big 5 personality traits; two items measure each personality trait. These items reflect the Rammstedt and John (2007) 10-item Big Five inventory scale (BFI-10) abbreviated from the 44-item BFI inventory (BFI-44) developed by Costa and McCrae (1985) . Compared to the NEO-PI-R scale (Costa & McCrae, 1985) , the BFI-10 scale retained considerable levels of the reliability and validity of the 44-item scale (Rammstedt & John, 2007) . In the GSS dataset, the following two items measured the neuroticism dimension of the BFFM:
Big5d1: R[espondent] sees oneself as being relaxed (reverse scored)
Big5d2: R[esponent] sees oneself as someone who gets nervous easily
On a five-point Likert-type scale, responses were weighted as 1= strongly agree, 2 = agree, 3 = neither agree nor disagree, 4 = disagree, 5 = strongly disagree. After a reverse-scoring procedure, a composite score was obtained to produce an average neuroticism score; this was renamed neuroticism_averaged.
Results
Examination of the research question was by application of multiple regressions analyses in which a hierarchical procedure was used to enter the variables into the regression equation sequentially (Tabachnick & Fidell, 2013) . Table 4 represents the means and standard deviation for the continuous variables. Note: n =279
Overall Commitment (OC)
For each of the IVs tested, three summary models were obtained. For example, in regressing the three IVs against the DV (OC), when entered sequentially, the following summary Models were produced: Model 1 = neuroticism vs. OC; Model 2 = neuroticism + gender, vs. OC, and the full model, Model 3 = neuroticism + gender + generational age vs. OC. Neither neuroticism (Model 1) nor the addition of gender into the regression equation (Model 2) predicted OC (p > .05).
Altogether, the addition of the three levels of generational age (GA) to the prediction of OC (Model 3) improved the model and led to a statistically significant increase in R 2 of .047 (R-square Change = .038), explaining 3.8% of the variation in OC, F(2,274) = 5.498, p = .005, p <.05. Neither the GenY (18-35) nor GenX age (36-53) groups contributed to the prediction of OC; however, for every additional unit or additional year of the Boomer generation (54-69), there was a .511 (51.1%) decrease in OC (b = -.511, p= .002, p < .05). Based on results from the ANOVA output, the full model of neuroticism, gender, and GA to predict OC (Model 3) was statistically significant, R = .218, R 2 = .047, F(4, 274) = 3.404, p =.010, p< .05, adjusted-R 2 = .033. Since neither neuroticism nor gender predicted OC, the null hypotheses 1 and 5 were supported (p> .05). Hypothesis 9 was not supported as there was a statistically significant relationship between generational age (specifically the Boomer generation) and OC (p< .05); the alternative hypothesis was accepted.
Affective Commitment (AC)
In a similar hierarchical regression, three summary Models were produced when neuroticism (Model 1), neuroticism + gender (Model 2), and neuroticism + gender + three levels of generational age (Model 3) were regressed against AC. Once again, in Model 1 and Model 2 there were negligible and statistically non-significant correlations between the IVs and AC (Model 1, R =.025, p = .676, p> .05; Model 2, R = .026, p = .936, p> .05). However, the addition of the three levels of GA to the full model (Model 3) led to an improved but weak correlation between the IVs and AC (R = .18) and led to a statistically significant increase in R 2 of .033 (R 2 -change = .032), explaining 3.2% of the variation in AC, F(2,274) = 4.544, p = .011, p <.05, R 2 = .033). For every additional unit (i.e., year) of the Boomer generation, there was a 53.1% decrease in AC (b = -.53.1, p = .003, p < .01). Nevertheless, based on results from the ANOVA output, the full model of neuroticism, gender, and GA to predict AC did not reach statistical significance: R 2 = .033, F(4, 274) = 2.318, p =.057, p> .05, adjusted-R 2 = .019. Null Hypotheses 2 and 6 were supported (p> .05); however, hypothesis 10 was not supported (p < .05), and the alternative was accepted.
Continuance Commitment (CC)
In a sequential hierarchical regression procedure, when regressed against CC (Model 1 output), there was a no statistically significant relationship between neuroticism and CC, (R = .043, p = .474, p>. 05) . However, the addition of gender (Model 2), and three levels of GA to the equation (Model 3), led to weak but statistically significant correlations between the IVs and the DV.
Gender. The addition of gender to the prediction of CC (Model 2) led to a statistically significant increase in R 2 of .020, F(1,276) = 5.580, p = .019, p <.05, R 2 = .022). The size of the correlation between neuroticism, gender, and CC (from the Model 2 output) was very small (R = .147). Gender explained 2% of the variation in CC. The predicted CC for males was 31.6% less than for females (b = -.316); the null hypothesis was not supported, and the alternative was accepted.
Generational age (GA).The addition of generational age (GA) to the prediction of CC (Model 3) led to a statistically significant increase in R 2 of .035. The size of the correlation between neuroticism, gender, and the three levels of GA and CC was small (R = .238), leading to a statistically significant increase in R 2 of .035, F(2,274) = 4.544, p = .011, p <.05, R 2 = .033). Generational age accounted for 3.5% of the variation in AC. Based on results from the ANOVA output, the full model of neuroticism, gender, and GA to predict CC reached statistical significance: F(4,274) = 4.100, p = .003, p <.05, adjusted-R = .043). For every additional unit (i.e., year) of the Boomer generation, there was a 66.4% decrease in CC (b = -.664, p = .004, p < .01). Null hypothesis 3 was supported (p> .05); however, hypotheses 7 and 11 were not supported as there were statistically significant relationships between gender and CC (Model 2, p = .019, p< .05), and between gender, GA and CC, Model 3 (p = .007, p< .01); the alternative hypotheses were accepted.
Normative Commitment (NC)
When regressed against NC, none of the IVs (i.e., neuroticism, gender, generational age) predicted NC (p > .05); therefore, the null hypotheses 4, 8, and 12 were supported.
Discussion of Results
Four separate hierarchical multiple regression procedures were applied to determine the ability of neuroticism, gender, and generational age (the IVs) to predict OC, AC, CC, and NC. Despite a recent study in which a high correlation between Neuroticism and CC was reported (Khiavi & et al., 2016) , surprisingly, in no instance did neuroticism predict OC or the underlying dimensions of OC (i.e., AC, CC, and NC), despite evidence in the literature that the IT field is fraught with stress, and there is a high incidence of turnover in the IT industry due to stress related to heavy workloads, health problems, demanding managers, unrealistic expectations, and lack of job security (Lounsbury & et al., 2014; Savvas, 2004) . Results suggested an agreement with evidence in the literature that job stress did not statistically significantly predict OC; instead, while employees in the IT field might experience high levels of stress, the inability to handle stress might be related to the job itself, and not to the organization (e.g., Lounsbury & et al., 2014; Major & et al., 2014) . In other words, commitment to the organization can remain intact even when employees' commitment to the job itself deteriorates.
Since there is a high rate of turnover in the IT sector, it might behoove managers to examine the working conditions and job characteristics that affect the work itself, and make changes and policies aimed at reducing stresses related to the job. For example, to avoid employee-burnout, managers should ensure that there is adequate coverage in the IT department so that the employee's workload is reasonable and manageable. Additionally, when the employee takes much needed time off, there should be no imposition on this sacred, rejuvenating break from work.
Gender did not predict OC, AC, or NC, although results of some studies were that men tend to be less committed to the organization than women, and AC was higher in women. The statistically significant relationship between gender and CC was interesting as this aspect of commitment has to do with cost-to-benefit analyses of deliberations about staying with the company or seeking employment elsewhere. Men were 32.6% less likely than women to exhibit CC; put in different terms, women were 32.6% more likely than men to exhibit CC. This result might offer a glimpse into why turnover among women in the IT field is so much higher than that of men; it is possible that, for women, the cost of staying in their organization might be too high a price to pay, and it might benefit them more to leave the organization. In a male dominated field in which women face issues such as sexism, lower pay, and less opportunities for advancement, women in IT might be more incentivized to look for other employment alternatives that offer better working conditions or more opportunities.
Generational age was significantly related to overall OC, with Boomers making the most contribution to the prediction of overall OC. Among this sample of IT professionals, as Boomers aged, overall, they were less committed to the organization; for every one unit increase in age among this generation, there was a 51.1% decrease in OC. This result was contrary to the ample evidence in the literature across sectors, which showed that as workers aged, their OC increased. A more granular assessment of the three dimensions of OC revealed that generational age among the Boomer generation predicted affective commitment such that for every one unit increase in age among this group, the employee's emotional commitment to the company was reduced by 53.1%. In this study, the Boomer generation comprised only 11.5% of the sample. Given the predominance of younger employees in the field, the fast pace of change in the IT sector, and with a longer exposure to the stresses of IT work, perhaps the Boomer generation might be experiencing higher levels of job stress at this stage of their life. Generational age also predicted continuance commitment. Despite increasingly lower OC and AC among Boomers, for every additional unit of age in this group, Boomers were 66.4% less likely to exhibit continuous commitment to the organization. This result seems to agree with a 2016 BLS report that the tenure of older workers was longer than that on younger workers. Perhaps, for Boomers, when weighed in the balance, the benefits of staying with the organizations far outweighs the benefits of leaving; this might be because with each year they move closer to retirement and fewer attractive employment alternatives in IT might exist for this age group. Neither neuroticism, nor generational age, nor gender predicted normative commitment.
Recommendations for Future Research
A limitation to this study is that five-year-old self-report secondary data were used. The use of primary data might produce different results, so a replication of the study with more current data is recommended. Deeper understanding of the problem might be gained if the phenomenon were to be examined using other statistical methods, or direct observation of the IT employee in the work environment onsite. Results of this study showed that women exhibit a higher tendency to weigh the costs and benefits of staying with the organization. Further investigations might provide insight into the intrinsic and extrinsic reasons that motivate female IT workers to entertain CC deliberations in the first place. In this case, other variables should be examined, which might include (not limited to) organizational culture, sexism, various forms of discrimination, promotional opportunities, leadership style, managerial expectations, and managerial demands on IT female employees and specific characteristics of the job itself. The problem could be examined through subjective lenses to gain a deeper understanding of female IT workers lived experience in their field. Further studies might be warranted to understand why Boomers in the IT field seem to exhibit less OC, and even less AC. For example, among other variables, the role of ageism for its effect on OC and its dimensions might be examined, as well as other personal characteristics and personality variables. A closer examination of management policies and practices regarding employees' rights, and management expectations, practices and leadership styles might be warranted to gain deeper insight into the problem.
Conclusions
In agreement with the literature, results of this study showed that there is no relationship between the ability to manage stress (neuroticism) and overall OC, AC, CC, or NC in the IT field. Studies on employee characteristics such as gender and age relative to OC across industries continue to produce mixed results (e.g., Sikorska-Simmons, 2005; Suman & Srivastava, 2012; Üngüren & Ehtiyar, 2016) ; as results of this study demonstrated, this is also true for the IT industry. Given the growing importance of IT and the cost of replacing an employee, employers must make it a priority to understand the forces that drive stress because it may be the job itself (and characteristics thereof) that is fueling employees' dissatisfaction and lack of commitment, which might account for the high turnover in the IT field. Human resource policies and practices might be shaped to improve the areas or conditions that are prompting thoughts of quitting the organization in the first place, and to address the decrease in commitment among the IT Boomer generation as they age.
